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Purpose In a turbulent economic climate, characterised by pressures to improve productivity and reduce costs, leadership and performance management have a more central role in helping to ensure competitive advantage. This paper explores current demands on leaders; and endeavours to explore linkages between management education and agile leadership. 
Design/methodology/approach Taking a grounded theory approach, this paper uses the concepts of volatility, uncertainty, complexity and ambiguity (VUCA) to investigate the impact on desired attributes of leaders and the extent to which this is underpinned by current management education programmes. It draws on the VUCA model of agile management to examine current practices and experiences and considers future trends. Empirical research includes case studies and analysis of management syllabuses. 
Findings Syllabuses do not reflect the attributes that organizations expect leaders to possess and are content driven rather than process focussed. VUCA is not yet mainstream in academic thinking.
Practical implications There is a disparity between the output of Business Schools and the expectations of organizations. This may affect productivity. It is suggested that the use of live consultancies may provide a more beneficial management development experience. 
Originality/value This research opens an international debate that seeks to assess the relevance of current management education to the needs of organizations for agile, high performing leaders.

Keywords: Leadership, Innovation, Sustainable, Learning, Management Development and Learning. 



















The acronym VUCA (Volatility, Uncertainty, Complexity, Ambiguity) has been used to describe the turbulence of the modern world of work (Steihm and Townsend, 2002). It owes much to earlier conceptions of rapidly changing organizational environments as “white water” (Vaill, 2008), with the need for leaders and managers to adapt to such change in an agile way. Its implications for managerial strategies have been explored and many organizations have embedded the concept in approaches to Human Resource Management, in particular in managing talent and in human resource development. What is less clear is the extent to which management education has adopted the concepts of VUCA in the design and delivery of programmes for future managers and leaders. 
A VUCA world requires organizations to be agile, to be able to do different things in different ways quickly in response to change, implying an ability to learn (Horney and  Pasmore et al. 2010). Knowledge itself has become transient due to the rapidity of change. Developments in Information Technology have made detailed knowledge much more widely available more quickly than in the past. Although a knowledge base for individual leaders and managers may still be important, it is less critical as behaviours which focus on agility and the personal attributes which underpin those behaviours (Bennis, 2009; Johansen and Voto, 2013; Ross, 2014). This is especially relevant in knowledge intensive organizations where people and processes face the daily challenges of a rapidly changing global business landscape (Bennet and Lemoine, 2014). The authors are interested in the extent to which this change of focus has impacted upon management education, with a particular emphasis on the UK. Are mainstream programmes such as MBAs content driven? Are there indications that behavioural learning is encouraged alongside cognitive development? Do Professional Bodies reflect the nature of a VUCA world and how far are their standards incorporated in HE programmes of study? Are MBA graduates, for example, capable of making an immediate contribution to their organizations as a result of their studies? This paper is a starting point for debating these questions. Literature reviewed is embedded in the paper as the argument develops.




Leading now and in the future
The paper takes a grounded theory approach (Charmaz, 2006; Strauss and Corbin, 2007; Cresswell, 2009) in an attempt to explain the apparent disparity between successive reports into the effectiveness of management education and the compliance of providers with the requirements of regulatory and accrediting bodies in the context of emerging theories of turbulence and agility. 
This paper explores the way that leadership can enable people and organizations to achieve targets and perform effectively. It also establishes links between management theory and practice with regards to both leadership and performance. In particular some aspects of current management thought are worth consideration. In the past decade academics led by business practitioners have started to focus more on Leadership Agility. This is seen as a prerequisite for success in the turbulent 21st century world of expanding global markets and the exponential rise of digital technology and communication. The emphasis for the agile leader (Horney, Pasmore et al. 2010; Bennett and Lemoine, 2014) is grounded in the world of VUCA. The term VUCA was first coined by the US Army College (Steihm and Townsend, 2002:6) to explain the dynamic nature of the world. The acronym VUCA stands for Volatility, Uncertainty, Complexity and Ambiguity. Agile leaders are responsive, innovative, and flexible but above all can anticipate change and are able to initiate action in work situations that feature rapid change and /or ambiguity.


A “Nine Box “model for reviewing performance and leadership agility may be seen below:
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The” Nine Box” review method assesses individuals on performance and leadership agility. All those considered as Strategic Agility Asset, Agile High Performer and Rising Star would all be considered as high contributors and potential leaders that should be given special access to developmental assignments, projects and training. The paper considers the extent to which Management and Leadership educational programmes prepare participants to become agile high performers as exemplified by the upper right box.

Research Issues 
This paper examines the relationship between leadership, management education and the VUCA model of agile leadership. Its focus is where the three areas overlap.
It explores current models and professional practice and questions the requirements of both Business Schools and professional bodies in meeting the needs of leaders and managers in the workplace. 

Research Methods
The grounded theory approach began with a review of the literature concerning the history of management education with particular emphasis on the UK experience. This drew on the contributions of Brech (2002), Clark (1951), Sanderson (1972), Wilson and Thomson (2009), O’Hare (2009) and a series of reports into Management Education from the Franks report (1963) to the CMI Management 2020 report (2014).





The history of management education in the UK is relatively short. In the USA Management has been a distinct discipline since the late nineteenth century, reflected in business school graduate programmes like the MBA. Until the 1960s in the UK, Management was taught as part of mainstream programmes and there were some Bachelor of Commerce degrees. It was also taught in technical colleges as part of professional body syllabuses. It was not until 1965 that the first business schools were established in Britain. This was prompted by the findings of the Robbins Report (1963) and the Franks Report (1963) which recommended the establishment of two business schools in London and Manchester.
Notwithstanding the rapid growth of business schools and their MBA programmes in the 1970s and 1980s the debate about the contribution of management education to the development of effective managers continued. There was a sense of a growing gulf between programmes designed by academics and the requirements of the world of work. One response to this was the production in the late 1980s of three reports about management education (Mangham and Silver, 1986; Constable and McCormick, 1987; Handy, 1987). A result of this was the Management Charter Initiative (MCI), which developed competence-based standards for managers at all levels. The focus was on criterion-based measurable competences rather than more generic competencies; national vocational qualifications in management were developed as part of the initiative. There was very little interest in the university sector and, although take-up by professional bodies and colleges of further education was reasonably high, it was also relatively short-lived.
MCI had made little impact on the perceived disparity between the outputs of business schools and the needs of organizations for effective managers. Some organizations remedied this through their own management development programmes but there was still a residual belief that MBAs in particular should address real managerial needs. Research, reports and commentaries over the last twenty years have emphasised this imbalance (Reed and Anthony, 1992; Casey, 1993; Macleod, 2000; Crowe, 2000; Jeffcutt, 2008) the concern was not confined to the UK but also found resonances in Australia in the Karpin Enquiry (1995).
The latest in a long list of reports into the UK’s management and leadership was published in 2014 (CMI, 2014). Entitled Management 2020: Leadership to unlock long-term growth, the report was a collaboration between the All-party Parliamentary Group on Management and the Chartered Management Institute to “investigate how management and leadership in the UK will need to change by 2020 to deliver sustainable economic growth.” (CMI, 2014: p5.) The report begins with the state of UK management and leadership today, reflecting on the UK’s poor competitive position and the perception of employees about their managers’ ineffectiveness. Notwithstanding (or, perhaps, because of) substantial representation among witnesses and written submissions of academics and academic institutions, there is very little in the recommendations about how business schools might contribute to the desired improvements in management and leadership in 2020.
“Encourage business schools to include a significant period of experience within the workplace in the curriculum, and encourage the use of SME placements to better reflect the employment landscape. Ensure that interpersonal skills, such as communication, having a difficult conversation and coaching are taught and practised during these placements.” (CMI, 2014: p52.)
So, although there is some mention of behaviours, these are not spelt out in detail and their development seems to be left to the workplace rather than being embedded in the curriculum. The report is, however, more forthcoming on the “top ten characteristics that managers need”: (CMI, 2014: p30.)
1.	Clear sense of purpose
2.	Strong values and personal integrity
3.	Commitment to developing others through coaching and mentoring
4.	Champion of diversity
5.	Ability to engage and communicate across all leves
6.	Self-awareness and taking time to reflect
7.	Collaborative, networked and non-hierarchical
8.	Agile and innovative, technologically curious and savvy
9.	Personal resilience and grit
10.	Excellent track record of delivery
Although the report itself did not consider to what extent these characteristics are measurable, how they resonate with other taxonomies and whether business schools are developing them, these are, nonetheless, interesting questions worthy of further exploration.

Accreditation, regulatory and professional bodies
Many business schools, in order to differentiate themselves on the world stage in an increasingly competitive environment, have sought accreditation from one or more of the international bodies which accredit programmes of study or institutions. The three bodies we will consider are: The Association of MBAS (AMBA); European Foundation for Management Development Quality Improvement System (EQUIS) and; The Association to Advance Collegiate Schools of Business (AACSB).All three bodies, in addition to criteria surrounding the institution, its mission, governance, staff and students, also provide guidelines about the curriculum, including specifics about skills. For example, AMBA, which was founded in the UK but now accredits internationally, contains the following paragraph in its criteria for accreditation (AMBA, 2015: 18): “The programme must also be explicit about the means by which transferable and ‘soft’ management skills are developed throughout the programme. Such skills include, but are not restricted to: ability to manage change; communication; leadership; teamwork; dealing with ambiguity; negotiation; problem solving; critical thinking; values.”
EQUIS is the European Foundation for Management Education Quality Improvement System. It has a section dedicated to skills acquisition (EQUIS, 2015). Applicant schools are asked to “Describe the means by which transferable intellectual skills appropriate to higher education are integrated into the curricula.” (p 20) and to “Summarise the key managerial skills (team work, interpersonal skills, presentation skills, project management, leadership skills, etc.) which the School promotes in students and the methods used to achieve them.” (p21) In a section on students, EQUIS (2015: 29) makes the following statement: “In sum, business and management education institutions play a key role in developing personal awareness and the appropriate attitudes, values, skills and behaviours to equip students in their professional lives as managers. Schools should be able to demonstrate a concern for the type of managers they are trying to educate, backed by suitable processes for helping students to manage meaningful change, direct their energies and personal skills, and define their own future. As a consequence, the educational experience organised by the School should go much beyond classroom instruction and provide students with structured and monitored opportunities to develop the personal and professional qualities that have been defined as learning outcomes.”
AACSB, Founded in the US but accrediting internationally sets out the following general skills (AACSB, 2015: 31 - 32):
“General Skill Areas
 Written and oral communication (able to communicate effectively orally and in writing)
  Ethical understanding and reasoning (able to identify ethical issues and address the issues in a socially responsible manner)
  Analytical thinking (able to analyze and frame problems) 
 Information technology (able to use current technologies in business and management contexts)
  Interpersonal relations and teamwork (able to work effectively with others and in team environments) 
 Diverse and multicultural work environments (able to work effectively in diverse environments)
  Reflective thinking (able to understand oneself in the context of society)
  Application of knowledge (able to translate knowledge of business and management into practice)”
For general Master’s degree programmes the following learning experiences are also expected
“   Leading in organizational situations 
    Managing in a global context
    Thinking creatively 
    Making sound decisions and exercising good judgment under uncertainty 
    Integrating knowledge across fields “

In the UK the Quality Assurance Agency (QAA) is the body responsible for standards and quality in higher education. It produces subject benchmark statements which “represent general expectations about standards for the award of qualifications at a given level in terms of the attributes and capabilities that those possessing qualifications should have demonstrated.” (QAA, 2007: iii)
The latest benchmark statement for Master’s degrees in business and management was published in 2007 (QAA, 2007) and there are no current plans for revision. The overall objective of Master’s level business and management degrees is described as “to educate individuals as managers and business specialists, and thus to improve the quality of management as a profession.” (QAA, 2007: 1)
Within that definition there is some emphasis on skills: “developing skills at a professional or equivalent level”; “the ability to apply knowledge and understanding of business and management to complex issues, both systematically and creatively to improve business and management practice” and; “enhancement of lifelong learning skills and personal development so as to be able to work with self-direction and originality and to contribute to business and society at large.” (QAA, 2007: 2)
Within MBA type degrees the main emphasis is on: “leadership through strategic management” with “a strong practical and professional orientation to the curriculum and they may be linked to professional institute qualifications.” (QAA, 2007: 3) Specifically: “Graduates will have been able to ground their new knowledge within the base of their professional experience. They will be able to reflect on and learn from that prior experience and thus be able to integrate new knowledge with past experience and apply it to new situations. They will be able to challenge preconceptions and to remove subject and functional boundaries so as to handle complex situations holistically. They should also have particular strengths in analysing, synthesising and solving complex unstructured business problems. In addition to being able to communicate their findings, they should have developed the skills to implement agreed solutions effectively and efficiently. They should therefore have strongly developed interpersonal skills and to be able to interact effectively with a range of specialists.” (QAA, 2007: 5)

Professional bodies
There are several professional bodies in the UK covering leadership and management. Our focus is on the two chartered bodies, The Chartered Management Institute (CMI) and The Chartered Institute of Personnel and Development (CIPD). For CIPD Chartered membership involves demonstrating underpinning knowledge of Human Resource Management or Human Resource Development at Master’s level and demonstrating role-appropriate behaviours through an upgrading process. Not all of the required behaviours are confined to the upgrading process; there are skills and behaviours embedded in the units which form part of the curriculum taught and assessed in HE institutions. For example, the module Developing Skills for Business Leadership (CIPD, 2010) contains inter alia the following learning outcomes:
Manage interpersonal relationships at work more effectively; Lead and influence others more effectively; Demonstrate an essential people management skill set, comprising selection, appraisal and disciplinary interviewing, delivering training, making presentations, project management and managing poor performance.
In a similar way there is a separation in CMI between the requirements for Chartered status and the curriculum for postgraduate level awards. The former focus on behaviours and achievements whilst the latter provide underpinning knowledge and understanding. Nonetheless, there are skills and behaviours embedded within these units. For example, the module Personal leadership development as a strategic manager (CMI, 2013) contains inter alia the following: Be able to identify skills to achieve strategic ambitions; be able to manage personal leadership development; construct, implement, review and evaluate a personal development plan. There are detailed guidelines within each of the learning outcomes.

Initial Findings from Higher Education Institutions
The 20 HEIs examined by the authors all met the requirements of the regulatory body and where appropriate they also met accreditation and professional body standards. There were few examples of curricula that showed innovative approaches to agile leadership congruent with the VUCA view. These few were capable of producing graduates who can make an immediate contribution to organizations evidenced by employer feedback and live consultancy projects measured by outcomes such as: increased turnover, profits and customer satisfaction.

Leadership traditions
Leadership theory has traditionally seen the necessary attributes of a leader as being: vision and energy, (Bennis 1999); action, (Adair, 2002); charisma, and the capacity to lead change, (Bass, 2008). More recently sustainable and ethical aspects have been in spotlight (Cameron, 2014).
Most acknowledge the importance of the cultural context, but none present coherent models for turbulent times and few touch on ambiguity. Little attempt has been made to link leadership development and uncertainty through behavioural models emphasising coping mechanisms in time of flux.
Medicine and Law Curriculum
Management is not the only profession where there has been criticism of the soft skills development during educational programmes. In older professions such as medicine (Hargie et al, 2002) and law (NITA, 2009; FT, 2013) similar concerns have been expressed. Although the main focus of this research was in business schools their linkages with both the disciplines of law and medicine are often strong. Both professions are explicit in their espousal of the need for practitioners to possess leadership skills and often encourage students to attend leadership and management modules provided by business schools. However, although there is some attempt by professional bodies to instil the knowledge and practice results are patchy. The work published by Hargie et al, in 2002 covered 26 UK schools of medicine and found variability of teaching method and assessment and also found a lack of trained staff in the areas of non-clinical practice. 
The legal professions are also concerned that there are institutional obstacles to providing students with the requisite skills. There are strongly felt beliefs expressed by senior academics and practitioners that “Law schools are stuck in a time warp of research that isn’t relevant to legal practice,” and “Many law schools are failing students – and, by extension, law firms – by not focusing enough on the development of practitioner skills”( FT,2013).The ( NITA, 2009: 6) White Paper looking at the future of legal education in the UK also stresses the need for leadership skills and goes on to conclude that dynamic leadership skills that cope with the rapidly changing environment are not part of the current curriculum. The White Paper also gives similar evidence from UK medical schools.
There are many voices in from both inside and outside the legal and medical professions that call for a more practical focus on leadership skills. Few coherent strategies exist at present to satisfy these demands.

Discussion
Evidence from a succession of reports clearly indicates that UK management education and development fares badly in comparison with other developed countries. Yet, an analysis of the requirements of regulatory, accreditation and professional bodies, many of them with an international emphasis, indicates that UK business schools meet these standards and that, furthermore, those standards include some, at least, of the skills and behaviours which the reports have found lacking. This creates a contradiction which deserves further exploration.
There has been a long tradition in the UK and elsewhere for universities to be reluctant to embrace vocational education. Notwithstanding equally long traditions of preparing students for work in older professions such as medicine or law, that reluctance seems most prevalent in areas of management and business. Reflecting Newman’s (1852) seminal writing on the idea of a university, Thorstein Veblen (1918) wrote compellingly about the secularisation of higher education in the USA at a time when business schools had been around for about thirty years. He argued that colleges of commerce emphasized individual gain and were “incompatible with the collective cultural purpose of the University” (p.154) and “a drain on its resources and an impairment of its scholarly animus.”(p.155)
Whilst American business schools were first established in the nineteenth century (Wharton dates from 1881), there was a much greater resistance in the UK, perhaps reflecting Newman’s ideas and Veblen’s sentiments. The distinction between public and private good would later be muddied by the introduction of substantial student fees in the UK, mirroring the long-established position in the USA. It was not until 1965 that England’s first business schools were established and later still that the schools at Oxford (1996) and Cambridge (2005) were founded. (There was a Management Studies section in the Department of Engineering at Cambridge as far back as 1954.)
Whilst the USA, Germany and France have been proud of their technical universities and polytechnics, the UK has not. In the 1960s many successful Colleges of Advanced Technology (CATs) were transformed into universities with a concomitant widening of the curriculum. In 1992 the then polytechnics became universities, doubling the provision.
Although business schools have grown in number since 1965, their vocational focus seems by many to have diminished. Mintzberg, for example, asserts:
“And business schools produce enormous quantities of research. Yet they are failing in their fundamental purpose, which is to enhance the quality of leadership in society.” (Mintzberg, 2004: 377)
In the UK HE environment academics are increasingly judged by their research output, especially their contribution to the Research Excellence Framework (REF) rather than by the quality of their teaching. There has been considerable disquiet that academic research has had little impact on management practice (Tranfield and Starkey, 1998; Starkey and Madan, 2001: Keleman and Bansal, 2002: Ford et al., 2005: Brannick and Coghlan, 2006: Worrall et al., 2008; Rowland and Hall, 2010). Notwithstanding more recent assertions by the Association of Business Schools about the relevance of business school research (ABS, 2015), this concern about the perceived relevance of academic research may go some way to explain the contradiction. 
A further explanation may be found in a more detailed examination of skills. Although there is mention of skills and even soft skills in the requirements of regulatory, accreditation and professional bodies, the precise nature of those skills is not made explicit.

Skills for a VUCA world
A comment by one of the commissioners for the All-Party Parliamentary Group on Management, which reported in 2014, emphasises the importance of these skills. At the CMI Manchester Lecture in February 2015 Professor Sir Cary Cooper stated that all the witnesses to the Commission cited poor soft skills as the major reason why the UK fall short in the leadership stakes. (Cooper, 2015)
British universities are well-versed in the development and assessment of cognitive skills but less well equipped to deliver behaviours consonant with the demands of a VUCA world. Excellence in the higher levels of the cognitive domain – analysis, synthesis, evaluation – is perhaps a necessary but insufficient condition for effectiveness as a manager or leader in dynamic environments. The experience and career paths of academics teaching in business schools are frequently embedded within these cognitive traditions. There are, to be sure, examples of staff who introduce activities such as action learning, T groups, neuro linguistic programming, transactional analysis, mindfulness or live consultancy projects to their students, but such initiatives are rarely mainstream and their passionate and enthusiastic advocates are often seen as mavericks by their colleagues.
Although, as noted previously, regulatory, accreditation and professional bodies do include skills in their requirements, it seems as though these are interpreted by many universities as cognitive skills much as all the problems encountered by a hammer are seen as nails. Universities have the capability to address cognitive skills but not to deliver with the same degree of effectiveness in the affective and behavioural domains critical to management and leadership in a VUCA world.
As Donald Schön points out:
“In the varied topography of professional practice, there is a high, hard ground where practitioners can make effective use of research-based theory and technique, and there is a swampy lowland where situations are confusing ‘messes’ incapable of technical solution. The difficulty is that the problems of the high ground, however great their technical interest, are often relatively unimportant to clients or to the larger society, while in the swamp are the problems of the greatest human concern.” (Schön, 1983: 42)
It is not unreasonable to suggest that business schools are on that high, hard ground and rarely venture into the swamp to address concerns such as those presented by a VUCA world. Bennett and Lemoine (2014) provide a guide to identifying, getting ready for and and responding to events in each of the four VUCA categories. For example, they suggest; restructuring and developing specialists to respond to complexity; experimentation to address “unknown unknowns”; building in slack and devoting resources to preparedness to deal with unexpected challenges and; investing in information to counter uncertainty.
Johansen and Voto (2013) identify skills that provide competitive advantage in a VUCA world: empowering leaders to rethink current ways of doing business and seed new innovations; clarity of intent and flexibility in how to achieve that intent; exploring dilemmas to find the best way forward; organising groups of people brought together for a business or social change purpose, making savvy use of available media; using the ecological metaphor of systems theory to reorganise and guide effective teams and: the ability to make common cause with others for mutual benefit through sharing of assets. There is little evidence of these skills in the guidelines of the various overseeing bodies or the curricula of universities delivering programmes in management and leadership.
A long-established method of teaching in business schools is the use of the case study, first developed at Harvard but now universally in use. This was confirmed in the 20 institutions examined by the authors in their external roles. The skill of writing case studies lies in the ability of the writer to capture succinctly the essence of a situation. This necessarily involves some simplification of complexity and, to some extent, reduction of ambiguity. The freezing in time removes some volatility and perhaps some uncertainty. The case study becomes a sanitised simulacrum of the situation. It encourages the development of cognitive skills of analysis, synthesis and evaluation but may bear little relationship to managerial situations where complexity, uncertainty, ambiguity and volatility are in evidence. 

Conclusions
Although there is some recognition in the curricula of both higher education providers and professional bodies that leaders and managers need to possess skills to enable them to cope with uncertainty and change, little seems to be embedded in mainstream management development.
Results from our initial study confirm that currently educational establishments are not responding enough to the needs of a fluctuating business landscape. We did find some examples of innovative practice but this is by no means universal. Management education is being disadvantaged by entrenched adherence to outdated processes and behaviours that often focus on stability rather than uncertainty and flux. We inhabit a white-water world full of rapids and shifting courses yet in practice we treat it as a steady state environment. 
This exploratory research finds that the UK experience may very well be typical. However, more international comparisons need to be made and further drilling down into specific management development programmes should continue. 
Organizations are operating in a world of rapidly changing scenarios. They are under constant pressure to improve productivity and reduce costs. Effective leadership is a crucial component of helping to ensure competitive advantage by ensuring high performance. Current management thought emphasises a clear need for strategy that recognises important linkages between leadership and performance in flexible and responsive actions that reflect the context of volatile political, economic and technological circumstances
Performance management should ultimately be about performance enhancement. We need to understand the difference between leadership and management. This will enable us to take on either role (or both) to facilitate conditions that ensure people can achieve their best and remain motivated to do so. Herzberg recognised that by treating people the way they are rather than the way we want them to be we have a chance to motivate them. There are many tools that can be used to support efficiency and effectiveness but to achieve lasting success we have to recognize that changing circumstances require a change in skills and attitudes.

Future implications for management development
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High Performance	High Professional/Master ContributorConsistently produces exceptional resultsHigh performer. Knows job extremely well.May not effectively adapt to new situation.	Agile High Performer/ High ProfessionalConsistently produces exceptional results. Knows job extremely well.High performer. Demonstrates ability to adapt to new situations.	Strategic Agility AssetOutstanding results and performance. Demonstrates agility.Ability to take on major stretch assignments to new areas. Anticipates and acts proactively on changing trends that will impact on the Organization.
Low Performance	Key Performer/Solid ProfessionalConsistently meets expectations.Knows job well. Has not demonstrated ability to adapt to new situations.	Adaptable Key PerformerConsistently meets expectations.Knows job well and enhances skills as appropriate. Can adapt to new situations as necessary.	Rising StarConsistently meets expectations. Knows job well. Demonstrates ability to anticipate change and initiate action.
	LowPerformer/Low AgilityNot delivering on results as expected. Does not adapt to change well.	Inconsistent PerformerDelivers results inconsistently. Knows he job and may be a passive learner. May adapt to new situations if necessary.	Diamond in the RoughDelivers results erratically. Has demonstrated agility potential but is not living up to it.

Low Agility								         High Agility
					After Horney, Pasmore and O’Shea (2010) 
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